The Financial Daily International 


Articles 


Collection of articles by Sohailuddin Alavi, published in the Financial Daily Int’] 


Karachi, Pakistan 


The Financial Daily 


12-May-2023 
Thoughts on human development 


clincss is the 

most treasured 

gifl from 
Almighty, Be it physical or 
psychological wellbeing, 
both are critical for a good 
life. Our psychological 
being comprises of mind 
and heart. Both are compli- 
mentary lo each other, 

Mind is where our cogni- 
tions, values, emotions, and 
motives are embedded. 
while spiritual traits or as commonly referred to spiritu- 
ality, are the subject of heart. Spirituality or the spiritual 
trails provide compuss and help harness our mind - cog- 
nitions, values, emotions, and motives, This view of spir- 
ituality is different from the general understanding of it 
in mysticism, 

Having said spirituality is at core of human develop- 
ment. There are certain fundamental spiritual traits, such 
as faith: morality; conscicnee; contentment; gratitude; 
respect: and, trust. ctv, The presence of these traits is a 
sign of spiritual wellness and contribute to nurturing 
acceptance; awareness; self-regulation; righteousness; 
perseverance; hope: and fear, etc. In other words, these 
traits cleanse the heart. Being said, spiritual traits con- 
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tribute to the overall psychological wellbeing. 

However, often psychological wellbeing is compro- 
mised us the mind and heart are hijacked by negative 
influences. In particular, heart becomes diseased or as 
they say, rusted when we develop ego; pride; hatred; 
bias; greed; scarcity: suspicion; etc, It eventually leads to 
aggressive behavior; desire for more: competition; jeal- 
ousy; arrogance; despondency; stress; and denial; ete. In 
short, spiritual wellness or cleanliness of the heart is nee 
essary for a healthy mind and happy living. 

Behavioral Perspective 

Intelligence is the key to understand, solve problems 
and make decisions, To be precise, intelligence is our 
ability to acquire and apply relevant knowledge, skills 
and intuition in a smart way. In order to understand it 
more clearly. we need to dissect it to unravel its anatomy. 
Though the term intelligence is a complex concept bul to 
simplify it, let us describe intelligence from three funda- 
mental perspectives, namely, Spiritual intelligence 
{Qalb-e-Saleem), Cognitive intelligence (Feham-o- 
Firasat) and Emotional intelligence (Fhsaas). 

As we know that spirituality is embedded in our hearts. 
teferred to as (Qulb ¢ Saleem) and it supersedes our 
mind. Having said, spiritual intelligence can be looked 
upon as a dimension of one's abilities to understand and 
act upon in a given situation, Other dimensions of intel- 
ligence are cognition and emotions, which are subjects 
of the mind. Let us look at each dimension in a sequence. 


Interactive influence of the three dimensions is perhaps 
the key to attaining rationality (Hikmet) of our decisions 
and actions. Here it is pertinent to mention that interac- 
tion between these dimensions is a complex but abstract 
phenomenon, Let us describe each dimension: - 

i, Spiritual intelligence or Qalb-e-Saleem. It is the abil- 
ity to relate and integrate actions within the context of 
morality as described above. It affects our capacity to 
understand, make decisions or act in a conscientious 
manner and with a clarity of purpose in mind. Being 
said, it essentially adds moral raionality to one's 
actions. 

ii. Cognitive intelligence is relatively discrete by its 
very nature. It deals with logic, algorithms, theories, 
facts & figures and visualize creatively yet in a rational 
manner ~ analyzing situations and making conclusions 
based on evidence for example. It is the ability to ana- 
lyze, understand and describe hard core facts and lig- 
ures thus improving knowledge and optimizing deci- 
sions along the logical premise. Usually, cognitive 
analysis and conclusions are mechanical in nature, pre- 
sented in absolute forms - either white or black or in the 
form of equations that determine the inter-relationships 
and outpuls. 

iii. Emotions relate to empathy, feelings, and impulse. 
Emotional intelligence thus is the ability to empathize; 
be aware of own and others! feelings: and, to contral our 
impulse in a given situation. In other words, emotional 


intelligence improves our ability to work with hope and 
perseverance. keep confident, cflectively delay our 
Tesponse lime - never lo jump on conclusions - last but 
not the least. lead others. 

Average human beings (men and women) are poten- 
tially equal in their capacities at birth, Unleashing o 
their capacities is usually dependent on the amount and 
quality of development interventions they receive. 
Almighty has ercated human potentials truly versatile. 
Having said, it can excel in diverse areas depending on 
the nature and scope of their development. 

Path to human development consist of multiple tiered 
interventions. Such as, breaking down the competencies 
into behavioral skills. A considered description is given 
in Table |. This would be followed by tailoring the envi- 
ronment, educating and training, ensuring that individu- 
als succeed, and last but not the least providing adequate 
reinforcements and deterrents. 

Conclusion 

Human development entails a holistic approach, In the 
process, both mind and heart should be engaged, as was 
once referred to "Taleem aur Tarbyat.” Ironically, how- 
ever, best of the best contemporary institutions seem to 
focus on the mind alone. This was very well highlight- 
ed in a best seller book tilled, "What they don't teach at 
Harvard.” It is about time to follow an integrated human 
development syllabus to address the pressing human 
related challenges. 
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ment by the few black-sheep. So is the voice 
against Harassment; communities have always 
stood against the menace of harassment. The outcome 
has been wider awareness and legislation. Ironically, 
however, the menace is continuing without any drag. 
Conventionally, harassment was done in a crude way so 


He race has always been subjected to harass- 


much so that it was a much visible crime. In modern 
time, its manifestations have taken new forms, some are 
so much covert that it is difficult to tag it as harassment 
even if it is in the news. 

In general perspective "Harassment" is an act of 
immorality and aggression as a consequence of which a 
person's faith; self-esteem; dignity; privacy; and, right to 
make a free choice is partially or fully compromised, But 
for many, Harassment is simply attempting or actually 
committing sex with a woman without her consent, 
which is too narrower a definition hence eclipses other 
forms of harassment from being recognized. In 
Cambridge dictionary "Harassment" is defined as, 
"Illegal behavior towards a person that causes mental or 
emotional suffering, which includes repeated unwanted 
contacts without a reasonable purpose, insults, threats, 
touching, or offensive language.” 

Cases in Point... 

A senior manager was once asked by her boss to go to 
hotel with him and was even given a vulgar novel with a 
written personal message. On her consistent refusal, she 
was terminated. 

This family Director of a Textile Mill secretly married 
to his Secretary, yet did not disclose it although it 
became talk of the town at one point in time when peo- 
ple saw their intimacy, Sadly, the Director became victim 
of Cancer and died. While their relationship was a 
Writing-on-the-Wall, the mill management totally 
ignored to acknowledge her rights as of a widow. Not 
even this, other Directors attempted to attract her 
towards them. She compelled to resign. 

A public office, where abusing women and personal 


harassment is rather a norm by management itself, 
refused to adopt Anti-harassment regulations cven 
though it is a mandatory condition under the law. 

Ironically, one can witness the deep-rooted dichotomy 
on the issue of harassment in our society in particular. 
While we proclaim being saviors of equal rights for all, 
we all commit harassment on daily basis rather covertly. 
The intensity and form of harassment varies from situa- 
tion to situation and person to person. Consequently, 
many acts of harassment are ignored or denied being 
harassment per se. In the following paragraphs I have 
attempted to analyze the colors of harassment prevalent 
in present times and their likely root causes. 

Harassment is not confined to sexual assaults but it 
also covers a whole lot of other manifestations of abuse 
to women, men and children alike. However, sexual 
harassment against women is most heinous of all. Sadly, 
such acts are common in our social as well as work set- 
tings. Numerous cases are reported of this sort and 
enquires are made but the responsible persons are sel- 
dom convicted and punished due to insufficient witness- 
es as they say, but mainly because of weak prosecution 
and widespread corruption. While incidence of sexual 
harassment in a social setting are reported, in the work 
setting it has generally become an acceptable menace 
and seldom reported. Apart from this, incidence of sexu- 
al relations with mutual consent are also on the rise, 
which are not even considered as harassment but in fact 
such relationships also have an element of abuse at a 
deeper level. Whatever is the root cause of harassment, 
at the end of the day the victim "woman" becomes dou- 
ble victim; the men eventually disown the consequences 
of such a relationship and burden comes on to the 
women alone. 

The situation, however, becomes even more complex 
when a few black sheep women decide to use harassment 
as their weapon for defaming or blackmailing men for 
money or other advantages. There have been reported 
incidences of plotting fake cases of harassment from 
women against men with an ulterior motive. Recently, a 
similar allegation was made against a Professor of a 


University in Pakistan. Although, he was eventually 
acquitted of the allegations, his wife took a divorce and 
family distanced itself from him causing so much of dis- 
tress to him that he committed suicide. Men's reputation 
is always at stake in such situations. 

Harassment usually has its basis on abuse of status, 
power and exploitation of victims’ needs. Men with an 
official or social authority over women and have lesser 
control over their scxual urge tend to harass women. 
Money being an object of motivation for many provides 
easier way to abuse. Women are either persuaded by 
promising reward - money, job, promotion, even secret 
marriages, etc. - or threating them of dire consequences 
in their lives and lives of their families. Knowing the 
weakness of such men, some black sheep women with 
money being their object of motivation, too proactively 
invite men with an intention to seek the rewards men- 
tioned above. Sadly, there have been known incidents 
where women have purposely indulged in illicit relation- 
ships with men only to satisfy their lust for money and 
good life. Such relationships either continue as friend- 
ship or partnership and the women continue to avail of 
the financial rewards. On the other hand, sometimes, 
such relationships culminate into marriage; sometimes 
men commit secret marriages. As a consequence, the 
marriage is never declared in public while the couple 
lives together and the women is deprived of her legiti- 
mate social status. 

In short, at the root of sexual harassment is the men's 
uncontrolled sexual needs in most of the cases. But 
sometimes, it is women's unharnessed motivation for 
money and luxurious life style for which she bears the 
harassment. 

Let us also briefly dwell upon other manifestations of 
harassment. Besides, sexual abuse men and women both 
are also subjected to personal harassments from the soci- 
ety, colleagues and peers, employers, etc. They face bul- 
lying, undue coercion, social incongruence, and last but 
not the least professional discrimination. As a result of it 
their dignity, respect and most importantly rights are 
denied. 


Recommendations 

As noted above, at the root of sexual harassment o: 
women it is the uncontrolled sexual orientation of men, 
which is categorically mentioned in Quran as the disease 
in the heart of some men. Quran further provides anti- 
dote for men and women in the following words in Sura 
24 verses 30 & 31; "O Prophet! Tell the Muslim men to 
lower their gaze and guard their chastity. That is purer 
for them. Surely Allah is All-Aware of what they do. And 
tell the Muslim women to lower their gaze and guard 
their chastity, and not to reveal their adornments except 
what normally appears. Let them draw their veils over 
their chests, and not reveal their hidden adomments 
except to their husbands, their fathers, their fathers-in- 
law, their sons, their stepsons, their brothers, their broth- 
ers' sons or sisters’ sons, their fellow women, those bond- 
women in their possession, male attendants with no 
desire, or children who are still unaware of women's 
nakedness. Let them not stomp their feet, drawing atten- 
tion to their hidden adornments. Turn to Allah in repen- 
tance all together, O Muslims, so that you may be suc- 
cessful." [Sura 24, verses 30 & 31]. Besides, there is a 
clear need to harness our motivations, especially women. 
This will keep them from falling prey to men's unjust 
sexual demand. 

In nutshell, perhaps seclusion is difficult in our times, 
it is therefore expedient for men and women to remain 
sensitive of other persons’ boundaries of privacy; watch 
their interactions; use decent (non-provocative) language 
to communicate; and, be modest in their dressing. 
Besides controlling the mindset, need for developing 
protective environment and ensuring toughest punish- 
ments to deter and respond to acts of all kinds of harass- 
ment by men in particular and women when they proac- 
tively initiate or simply succumb to men's demand for 
their personal motivation can never be over emphasized. 
Moreover, men or women who abuse the laws for unwar- 
ranted personal advantage should also not be spared. 


Author is a HR / OD Consultant Corporate Consulting 
Group Karachi. 
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¢ all are familiar with diversity of genders, cthnic 
\ \ / groups, marginalized individuals, etc. Indeed, all 
this is pertinent, but do we ever consider diversity in 
organization design? The popular answer is, we do but at a 
subtle level, Design diversity has two dimensions, one is 
diversity of team's skill-sct and the other is diversity of roles 
and functions of different employees. The two dimensions are 
complimentary to each other. 

First of all | need to bring my readers on the same page on 
the definition of efficacy, as it applies to organizations, 
Speaking of efficacy, | have defined efficacy as the effective- 
ness at optimal efficiency. In the organizational context, effi- 
cacy should be reflected in the form of sustained competitive- 
ness; improved quality of output; innovation; and, higher 
value creation for every stakeholder, Diversity of skill set and 
roles is at the core of these organizations. 

Let us try to understand design diversity from a work place 
example. There was this organization designed to operate on 
administrative format. An administrative format is where a 
department is controlled by a Manager or a Director, however 
you name it, and under him or her there are few administrative 
clerks, The manager holds authority to grant approvals and the 
clerks are mandated to execute the tasks. Both operate in a 
defined set of rules and regulations, aiming at ensuring status 
quo. In short, the manager gets the work done through his 
clerks. The irony is that everyone including manager performs 
administrative role i.e. executing the given task by complying 
to the standard rules rather mechanistically, which focuses on 
output efficiency instead of outcome efficacy. This means 
everyone brings in administrative skill-set. In these types of 
typical organizations, efficiency is targeted by emphasizing on 


following the rules and maintaining status quo. Examples 
abound. 

Common 
Organizations 

A number of problems associated with administrative 
organizations are cited below: 

Compliance to rules and procedures become the purpose 
and focus on results is often lost. 

Often times, managers proclaim authority to mend the poli- 
cies or its interpretation by their whims, Their subordinate 
staff follow suit. Thereby they prevail over organization's 
rationality, Thus creating dysfunctional and unjust environ- 
ment. Doing so they use it for availing their supremacy and 
self-gratification if not expecting bribery. 

Everyone does same job irrespective of their position on the 
hierarchy and cost to the company; no diverse value (synergy) 
is created at middle or senior levels, Moreover, managers and 
functionaries alike operate authoritatively rather then from 
service orientation, 

Problems are shot and decisions are made in a stereotype 
way; out of box solutions and innovations remain at bay. 

Administrative organizations are generally deficient of man- 
agement processes, yet they hope to improve by putting addi- 
tional layers of operational personnel. 

Authorities and positions eclipse roles and responsibilities; 
individuals pursue to secure and avail higher authority and 
positions but ignore to attain results and targets. 

Turf wars between departments and individuals undermine 
much needed interdependence and cooperation. 

Internal politics and leg pulling becomes accepted routine; 
competing groups emerge within the organization. 

It is true that over a period of time, obsolescence occurs 
internally and changes emerge in the permeable external envi- 


Dysfunctionalities of Administrative 


ronment. Because of the absence of management processes, 
the administrative organization design is so mechanistic that it 
fails to respond to such changes. Nevertheless, examples 
abound where organizations had taken cognizance of the skills 
and knowledge gaps and had attempted to plug the gaps by 
inducting more qualified employees, however, change is sel- 
dom encountered beyond the cosmetic effect. Why so? The 
answer is while new employees are inducted within the given 
organization design, the impact of fresh inductions is only vis- 
ible in the form of taller operational hierarchy; new employ- 
ces cither become extended hands of the manager or perform 
clerical tasks. In the former case, practically multiple man- 
agers end-up administrating the given number of clerks, In the 
latter situation, the new employees end-up duplicating the job 
of clerks, Yet, the face of the organization improves for now it 
has younger and more educated employees but for no extra 
value. More sadly, in this situation headcount cost to the com- 
pany multiplies many times. 

Ironically, the senior management often times put the blame 
for not being able to bring about improvement on the employ- 
ees’ capacity and in hope to find a perfect person keep replac- 
ing the existing ones with new ones - a pseudo approach. 


However, nothing will change until diversity in terms of 


adding management roles is not is not practically instituted. 
Time to move away from single faceted administrative 
organization to three-pronged organization design i.e. a com- 
bination of administrative, executive and strategic roles. 
Employees at the front end, clerks or junior executives, as 
some organizations may designate them, have administrative 
roles, Executive role is best suited for managers. Senior man- 
agers should focus on strategic role. This is a sure recipe for 
attaining organizational efficacy. It is pertinent to make a point 
here that the roles should be complimentary to cach other on 


the value-chain, however, must not be overlapping across’ 
employees. It is observed that administrative staff and execu- 
tives for no reason intervene in policy formulation sometimes 
even does it independently. Likewise, managers and senior 
managers naive of their actual roles engage themselves in 
administrative tasks. It is pertinent here to quote the repeated 
message of an Ex-Country Manager IBM that he used to ham- 
mer across his managers, "While you might be interested to go 
back and the programing yourselves, but remember it is not 
your job any more. So do what is your job and let the program- 
mers do theirs." 

The conclusion of this discussion can be summarized into a 
few statements as cited below; 

Organizations can only sustain when they continually 
improve their performance bars all the time; status quo is a 
decline in reality. Quote, "If a man's today is no better than 
yesterday, he is doomed" Unquotel. 

Organizations have to be quick and innovative in respond- 
ing to their environment and addressing their challenges. 

Everyone should bring in diverse competencies and focus 
on his respective role thus synergizing the whole. It is very 
much likely that a competent employee at the administrative 
position may not perform well at manager's or senior manag- 
er's position, for the roles are different hence the requirement 
for competencies at each level. Having said this, significance 
of retooling can not be over emphasized for career planning 
and advancement. 

Administrative hierarchies need to be flexible enough to 
allow cross functional team work and matrix relationships. 

Solely for the purpose of exemplifying, broad based and 
generalized roles are elaborated. It is, however, imperative that 
roles specific to the jobs should be defined to implement this 
framework. 
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mployces are expected to demonstrate discipline 

| De may also be referred to as rationality, and 
perseverance in order to perform in times of 

ange, abstraciness and uncertainty within the perme- 
able environment. Conventionally, employee productivi- 

- is considered a result of capacity, motivation and orga- 
nizational cnyironmental factors particularly the lcader- 
ship. However. in the context of emergent scenario. 
ilope and fear have overriding significance. 

Let us first describe the process of Hope and Fear. 
Hope can be simply described as one's pusilive expecta- 
tion of the unscen futurc. For example, that there shall be 
light at the end of the tunnel; tomorrow is going to be 
betrer: etc. A similar concept was applied when the 
kindergarten pupils were told if they don't eat candies 
there shall be more for them tomomow during the EQ 
research study, conducted by Danial Goleman. Thine 
who did not cat the candics were assumed to have high- 
cr hope quotient. Interestingly, a higher hope quotient 
|[HQ| allows to maintain positive orientation of the 
unseen future even with all Ube odds in the present sce- 
nario. A businessperson might lose its market ti dhe cam- 
Pelilors and incurs huyre loss, however, with a hizher HO 
ive expectation on the unseen 


she will able to have a pos 
future, bclicving that she can regain her lost market and 
earn profit. Such a belief would encourage her to contin- 


ue in business even whereas a person with 
low TIQ is more likely lo minimize the loss by selling-olf 
the business. Thus, we have basis to say, Hope drives 
discipline and perseverance, 


A simple example can further elaborate this. En 
there were a few persons standing in a lane, wailing fr 
the bus. Whilc most of the persons were standing paticnt- 
ly, there were one or fwo persons tying to by-pass the 
lane so that when bus comes, they can be the first ones ta 
get onboard. Who are they? They are the people with low 
TIQ. of course. They are of the belief that this will be the 
only bus, if they miss this one then afterwards no other 
bus will come, Such are the pcople who tend to lack di 
ciplinc and perseverance. We can spot many cmployecs 
both amongst managers and their staff having low HO. 
being hijacked by their skepticism. Evidence proves. 
such employees are most vulnerable to breaking the dis 
cipline and withdrawing from the werk in times of chal- 
tenges and hardships, 

Now Iet's talk about Fear. Vhere is a thin line between 
productive and counter-productive fear. Fear could be 
seen in many shades, such as, a superior could ruin a 
junior's future for no reason, an employee could be fired 
atany time by the management at its own pleasure, an 


employee, Seniors or wha happen to avail aulhorily ower 
other employees could abuse their rights or harass them 
for their personal advantage. etc. Such are the negative 
manifestations of fear. which are likely to affect employ- 
ees’ productivity for worse. Nevertheless, fear could be 
an employee's expeclation of gelling harsh yel just repri- 
mand if he or she decs wrong. This kind of fear is health- 
icr because it reinforces discipline. It acts as the inner 
deterrent against impulsive or destructive behaviors. 
Thus, we can say higher the productive fear quotient 
[FQ] higher shall be the discipline and perseverance. as 
employees would keep pushing their limits to perform 
even in hard times. However, fear of reprimand must 
qualify the following criteria, namcly; it should be for a 


just reason, commensurate with the nature of employee's 


misconduct. and last but not the least, administered in an 
unbiased and transparent way. 

Beware! There is a flip side to hope and fear. When the 
desire or wishfwl thinking is manifested into hope, 
employees arc seen fantasizing at the work place and the 
outcome can surely be devastating. Such a behavior of 
the employees bas been seen leading to making imprac- 
tical and even risker decisions at work. There was this 
CEO of a commercial hank. He was driven hy his lust to 
make humongous camings in no time, which was mani- 
fested in his hope, Consequently, he withdrew funds 
trom low earning low risk Loans portfolio and put them 
inte high yielding high risk securities markets. Ilis deci- 
sion brought disaster for the bank, for it lost even its 
equity within nee to three years and this 400-Year old 
bank was sold for a nominal valuc only to save its virta- 
al existence. Similarly. amateur surplus spending indi 
viduals driven by their lust for easy money are often suc- 
cumb to the mesmerizing advertisements Irom the share 
brokerage houses. hoping that they will make huge prof- 
its, Many of them end up losing their principle invest- 
ment. Examples abound. Furthermore, failures and 
despondency will effectively eclipse hope and the 
employee will feel chaotic and would most likely act in 
haste and lose perseverance leading to lowering perlorm- 
ance and even his withdrawal from the work place. 

Theery X cnyironment is often characterized by the 
prevalence of negative fear factors. These factors arc 
counter-productive for the performance of employees. 
Particularly. in administrative cultures managers are 
alluned to controlling employees by administering rather 
nevalive fear on the job. The usual outcome of such a 
manager-behavior results into avoidance to work beyond 
the bare minimum, lack of initiatives, lack of responsi- 
bility ownership. lack of improvement or innovation in 
employees’ output and general almosphere of vwithdraw- 
al, last but not the least it promotes dysfunctional poli- 
tics. The withdniwal is usually in lens of employee per 
formance becoming dormant rather chan employee phys- 
ically quitting the job. Sincc, cmployces' rights are gcn- 
erally ignored in a work place, it results in lack of com- 
mitment from the emplovees and many of them become 
fence sitters. 

Way Forward 

It is one of the many important roles of leadership to 
keep employees cngaged and performing at their optimal 
level. To do this, it is imperative tor leaders to promote 
and harness hope [11Q] and fear [FQ] quotients amongst 
the employees. While doing so, leaders must ensure th 
hope remains within the bounds of pragmatism and fear 
should be within productive limits. Nevertheless, it is 
casicr said than donc. 

Promoting Hope 

Managing employees’ hope quotient requires promo- 
tion of productive hope while discouraging counier-pro- 
ductive hope. So far. we have no known means te incul- 
cate hope rather directly. Instcad it cntails promotion of 


consistent valuc system. Unimcumbered faith, trust, vt 
dom. and optimism arc a few valucs that if prevalent in 
an organization culture become the basis of promoting 
lope at the employee level. Inducting people pro to 
these values is an easier way to sustain such a culture in 
the organization. However, usually il may net he possi- 
ble to reeruit individuals who bring these valucs and arc 
also otherwise adequately competent for the job, Instead, 
organizations yill continue to trade-off berween the val 
ues and required competencies. 

Relerring to the above, we can identified employees 
into four quadrants. namely; Smart, Go-Getlers, 
Philosophers and the Toxics. 

Employees in the Smart categery are the oncs who are 
highly competitive and possess highly consistent values. 
Employees in the Go-jetler category are the ones whe 
are competitive but lack the values. Employees in the 
Philosepher category possess consistent values but lack 
compctitivencss. Employees in the Toxic category nei- 
ther arc competitive nor possess consistent valucs, 

lt is pertinent to target expanding the SMART quad- 
rant, most plausibly by converting and shrinking the Go 
Getter and Philosopher quadrants. Oreanications often 
induct employees with high job competencies even if 
they have to compromise on their values, However, job 
competencies are casy to develop but inculcating consis- 
tent values is lot more challenging. Hence, the prevalent 
practice leads to a total failure. Bul ironically, orzaniz 
lien blame other faetors for non-performance of employ- 
ces. 

Having said, the recommendation is that the recrait- 
ment and induction {and promotion) policy should 
emphasize on the consistency of values and learnability 
of the employees, rather uhan their given job cormmpeten- 
vies. If the employee demonstrates learnability, he or she 
can acquire joh campetencics through structured mentor- 
ing and on-the-job experience. In short, the solution lics 
in recruiting employees with right type of values and 
learnability then focusing on their target competency 
development through structured mentoring and on-the- 
job experience. Many organizations practice this 
approach and gain strategic advantage, for which they 
conduct a mandatory psychometric assessment at the 
onset to make employees’ cligibility decision. 
Performance evaluations and promotion decisions in 
respect of continuing employees also need to be aligned 
lo this policy orientation. 

Promoting Fear 

Fear ts a psychological deterrent that helps discipline 
employees’ behavior. but if mis-managed it can cause 
serious threats to employees’ personality which could 
even lead to his withdrawal from the work. Moreover, it 
can also cause fierce response from the employees. 
Management of fexr quotient amongst cmployees is a 
wery tricky subject. lt should target deterring non-per- 
formance and dystunctional behavior such as miscon- 
duct, indiscipline, negligence, carelessness and irrespon- 

ility but should not affect their physical or psycholog- 
ical existence and ubuse of their rights and privileges. 
which may oven cause their withdrawal from the work 
situation. Apart from legal requircment of defining in 
explicit manner the terms like indiscipline. misconduct. 
negligence, carelessness. ete. and the penalties thereo!, it 
is equally important in managing the perception of fear 
amongst employees. Moreaver, just and transparent 
administration of these codes js cqually necessary to har- 
ness cmployces' fear thus work bchavior. Besides, it is 
imperative that safety to the employees' physical and 
psychological wellbeing and assurance of their legiti 
mate rights and privileges are protected by enacting and 
administration of appropriate policies. Having said, the 
policics and systcm promoting fear must conform to the 


following criteria: — 

a, The policics and system should target cmployecs' 
work behaviors, without jcopardizing satety of the 
employees’ rights and privileces: 

b. The policies and system should infuse fear without the 
management being in the front. Having said, the munug- 
er must not physically be present in the situati 
Phssically control cmployces’ actions. Instead, 
employees should be encouraged to internally develop 
respect for the organization policies thus empowered ta 
discipline thernsely: 


"s 


th in Almighty; encouraging preying 
de to Almighty 
Shere success stories about the organization and 
m gener 
Boost confiden: use positive language anc tone 
Guise and hold hands through the tough times 
Celebrate accomplishments; focus on the right 


rom failures; focuson 
next time. 
Build friendlier retetions; encoursg=e openand 
honest communi 
Fear Quotient 
performs 
ind code of 
Communicate implications of nom performance or 
nde 
ize reprimanding accions not Se person. 
Do counseling on non-perfermanceand 
Susct. 
ro tolerance to violations: Give no respite 
ther person. 


ec. An ellective discipline reinforcement system should 
he put in place, which employees should generally buy- 
in; and, 

d. Policies. do's & Don'ts and the code-of conduct must 
be communicated amongst the employees and should be 
administered in verbatim. 


Conclusion & Recommendations 

Work environment can be instrumental in encouraging 
aril reinforcing hope and fear amongst employees. Hope 
can toggic bervcen fantasy and reality. Likewisc. fear] 
can cause threat to one's existence or deter non-pertorm- 
ance and misconduct. 

The tvo extremes present a continuum of possibilities 
rather than disercte situations. Having said, organiza 
lions Should evolve policies and systems to encourage 
realistic hope and produc fear and te inhibie fants: 
and to prevent counter-productive fear from becoming 
dominant. 

In times of change und uncertainty effective engage- 
ment and cnsuring sustained performance of cmployces 
is a complex and abstract process. A number of variables 
are worth considering, namely: employees’ consistent 
values, job competencies. wellbeing and the organiza- 
tional environment. Strategically, organizations should 
intervene at these three levels, namely: to troduce 
induction policy with emphasis on consistent values und 
learmabili¢y of the individuals, Secondly, to promote a 
culture of Hope and Fear amongst employees. Thirdly, to 
devise uaining and development policy lor equipping 
employees with changing joh competencies on long term 
horizon to match with cmployees' carcer paths. 
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Ideas in boosting productivity 


he word 
"Produclivily” means 
achieving optimum 
value output with limited 
resources. Time productivi- 


ty means achicving opti- 
mum value oulpul in a 
given time. To understand 
the term value output, first 
we need define output. 
Simply put. output is what 
we gel by inputting difler- 
ent resources, Qualifying it 
as value output is not a rocket science, It means by 
attaining certain output, we have accomplished our pur- 
pose. Having said, it is clear that every kind of output 
does nol necessarily lead to achieving our purpose. 
Simply put, it is possible that we attain output, but we 
may never attain the purpose. Evidence abounds! Such 
as, employees in an organization could spend hours at 
work and produce heaps of output but the organization 
might Lail to make profit. Similarly, a student may have 
secured higher GPA, but he may not have developed 
subject understanding, Simply put, a person may not 
reach to his destination even after driving for hours, just 
because he never took the right directions. 

Time is a constantly Mowing resource: use il or leave 
it, We cannot save it for future usage, nor can we freeze 
it or rewind it, It will continue to flow at its own pace. 
We can either consume it, spend it, or let it go waste. If 
we analyze how we use time in a daily 24 hrs. cycle, we 
consume some part; spend some of it; and, some is 


wasted. 

When we allain our targels or perform something 
measurable, it is when we say we have consumed the 
time, Sometimes, we do things that are not worthy 
enough but rather good to make use of time. It is when 
we say we have spent the time. Finally, at times we do 
not find motivation or energy to do anything ~ state of 
inertia - iis when we say we have wasted the lime, 

A workaholic is likely to use maximum of his time 
attaining something, that gives him a sense of being pro- 
ductive. A normal person would use his time doing 
some productive and some low worth tasks. Sometimes 
people burn out of their hectic routine or face some sort 
of disillusionment so then they stop doing anything. 
everything, It is when we surely waste time. 

Enhancing Time Productivity 

Several useful techniques were put forth by profes- 
sionals. These include but not limited to the followings: 
Schedules; activity plans: doing task along urgency and 
importance orientation; etc, [lere you will be introduced 
to a different set of principles, based on the inspirations 
from the Noble Quran. 

a. Vision. In the noble Quran, Almighty has reminded us 
of the next life at several places and encouraged us lo 
live our lives from the perspective of next life. 

How many times, we walk through our routine work 
schedule blindfolded forgetting the very purpose of 
doing all that we do on daily basis. So, we begin to do 
things from a short-term perspective and ignore the 
strategic perspective. We lose sight of our purpose and 
think our objectives are the purpose. For example, in a 
particular environment managers might consider doing 
their job well by simply coming on time and staying till 


the end. 

b. Focus on tasks that have greater value (ulililty). Note 
that fajir-calling has an additional word, which reminds 
us of this principle - indeed standing in prayers is better 
sleeping, at this time. 

You may have a tight schedule for the day, which may 
include some important tasks with some space for 
urgent ones loo. By looking al your schedule, you might 
realize that all your time is being spent responding to 
firefighting, attending operational contingencies, 
resolving problems, etc. Here you will manage your day 
by focusing on tasks from urgent and important oricnta- 
tion or sometimes even on ad-hoe basis. Consequently, 
you may perform a lot but of much lesser value then you 
could have, as you may realize that none of the tasks is 
strategic in its scape. 

In organizations where hierarchy syndrome prevails, 

managers and even senior managers tend to focus on 
operational affairs, leaving no lime to attend to strategic 
issues. 
c. Zero-in on a task at hand. In Sura Jumma, Almighty 
categorically tells us to leave all other work including 
trade und go lt attend Prayer Congregation, when the 
call is made, 

Multi-tasking has become rather a norm of our time, 
encouraging everyone to attend to multiple tasks con- 
currently. What are the dark sides to it? As we try to 
complete many tasks al a lime, it is humanly not possi- 
ble to attend to details of each and every task. Multiple 
tasking encourages us to focus on completing all tasks 
in time but disable our focus from doing each task right 
hence the chances of effectiveness are much reduced. It 
is a fact that if quality performance is required then we 


must attend to details and keep our focus on the pur- 
pose. 
d. Punctuality. In the noble Quran, Almighty has cate- 
gorically told us to perform prayers at their designated 
times. 

As they say, justice delayed is no justice. A task 
delayed. is a task never done. When we fuil to do task al 
the right lime. we fuil to attain the optimum resulls, A 
customer not served today, is the customer lost, A prob- 
lem not addressed now, becomes a bigger problem 
tomorrow. Last but not the least, an opportunity not] 
taken now, is an opportunity lost. 

e. Commitment In the noble Quran, Almighty has cate- 
gorically taught us to live by the promise when you 
make it. 

Once we make a commitment, we must live by it. 
According to the Quality Management guidelines, 
always do what you say on committed time. Delaying 
commitments only make our future lime management 
compromised, as more commitments would continue to 
pile up. Moreover, we unnecessarily harm our| 
eredibility. 

f. Perseverance. In the noble Quran, Almighty said to us} 
to encourage each other for Emaan and Sabar. 

Many a times, tasks are difficult and challenging, yet 
perseverance is essential in attaining success. Losing 
tempo in such situations is a sign of losing optimism. 
Optimisin is about maintaining robust laith (confidence) 
and hope (light at the end of a tunnel), Lack of persever- 
ance often lead to a host of time wasters such as 
diversions, inertia, procrastination, etc. 


The writer is a HR & OD Consultant. 


